Abstract-Human Capital is the greatest asset of any organization and the organization makes an obvious effort in getting people with different background, skills and abilities to work toward the goal or purpose of the organization. Diversity of experiences, cultures, opinions, physical attributes and group identities are highly valued and appreciated as it provides a richness without which the organization could neither be faithful to its values nor successfully achieve its goals. It has long been argued that equality of opportunity for these diverse set of employees brings occupational benefits and that it is in the employers' interest to implement policy to promote equality of opportunity. Factually, the Human Resources (HR) has drawn all its existential powers by placing itself at the center of administrative activities within the business organization they supported by building a fine bridge between the organization and its employee community. Subsequently, elevating the HR's role is for it to become the change agent to build an Equal Opportunity culture in the organization. This article proposes a framework intended to depict that Equal Opportunity Practices yield strategic value to the organization and that the HR plays a dynamic role in implementing it.
I. INTRODUCTION
Equal Opportunity refers to the equality of access to jobs, promotions, and other opportunities in corporations, associations and non-profit organizations [1] . Historically, the true beginning of the idea of Equal Opportunity can be traced to the Fourteenth Amendment in 1868. In 1933, Congress passed the Unemployment Relief Act, which forbade discrimination in employment on the basis of race, color, or creed. In early 1961 President John F. Kennedy signed Executive Order 10925, establishing the President's Committee on Equal Opportunity.
The next stage was the passage of the Title VII Civil Rights Act of 1964, signed by President Lyndon Johnson, who sought to continue Kennedy's policies with his own set of programs called the Great Society that aimed at eliminating employment discrimination based on the usual litany of race, religion, sex, or national origin. 
1993.
The Human Resource profession has evolved during the past 20 years and continues to change, from the collective demographics of HR professionals and the ways that practitioners enter the profession to the functions and roles served by HR and the value it brings to organizations. Once referred to as "personnel", the role and functions of HR has rapidly expanded and included such responsibilities that had not been considered essential in simpler times like the Equal Opportunity Programs. The Strategic role of HR, which is all about understanding change and how to deal with it, paves way for enhancing the notion of Equal Opportunity in employment and the outcome is that equality practices are now fully entrenched [2] .
II. EQUAL EMPLOYMENT OPPORTUNITY -AN OVERVIEW
Equal Opportunity is the principle of non-discrimination which emphasizes that opportunities in education, employment, advancement, benefits and resource distribution, and other areas should be freely available to all citizens irrespective of their age, race, gender, gender-reassignment, religion, political association, color, ethnic origin, civil partnership status, disability, nationality, pregnancy and maternity, parental responsibilities or any other individual or group characteristic unrelated to ability, performance, and qualification. It is a stipulation that all people should be treated similarly, unhampered by artificial barriers or prejudices or preferences, except when particular "distinctions can be explicitly justified" [3] .
The organization"s HR professionals are committed to the active implementation of the equality policy and promoting a culture that supports the policy by overseeing the integration of the equality policy into all aspects of the HR policies and organizational practices. To induce this true transformation, the structure and every system and process must reinforce the desired culture of Equal Opportunity. HR can initiate to define what the current cultural status is and how it adds or detracts from the organization"s objectives [4] . And all leaders must embrace new attitudes and conduct their activities in new and different ways. Not just the HR, but changing the culture requires the efforts of everyone in the organization.
III. THE DRIVE FOR EQUAL OPPORTUNITY PRACTICES
The purpose of the Equal Opportunity practices is to enhance a workplace that provides equality of opportunities for all current, future and potential staff and where their
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A. Recruitment
In both professional and non-professional areas, recruitment will include an attempt to locate a diverse applicant pool with the necessary qualifications and potential, and communicate to them the available employment opportunities. To ensure that non-discriminatory personnel recruitment occurs, the following policies are enforced: 1) All references to position vacancies will state that the organization is "An Equal Opportunity Employer" 2) The HR Function serves as the official job information center to inform applicants of employment opportunities 3) All recruitment literature of the organization includes diverse group of people 4) All pre-employment testing to be reviewed by the HR
B. Selection
In order to accomplish the objectives of the Equal Opportunity plan, it is recognized that after the establishment of a qualified and diverse applicant pool, the process of selection from that pool must ensure all applicants equal opportunity for employment by adhering to the following aspects: 1) Hiring shall be accomplished without regard to race, religion, creed, color, gender, national origin, age, political affiliation, disability or any such characteristic unless otherwise needed and place the most suitable people into all levels of its workforce and make every reasonable attempt to ensure that people are provided an equal opportunity to compete for positions 2) Employment forms and applications shall not include references to race, religion, creed, color, sex, national origin, age, political affiliation, disability or any such characteristic 3) Applicants will be required to grant a release of criminal records for those positions which require a background investigation due to the nature of the position 4) In order to limit the potential occurrence of discrimination in job interviews, the focus of employment interviews should be legally permitted job-related questions
C. Training and Development
The HR Function shall inform all employees of training opportunities that will increase job effectiveness through the training which will: 1) Offer equal opportunity training to all employees 2) Provide an orientation program for all new employees which will include equal opportunity information 3) Encourage all employees who exhibit potential management or supervisory abilities to take appropriate training to qualify them for promotional opportunities
D. Compensation and Benefits Administration
Compensation should be paid without regard to race, religion, creed, color, gender, national origin, age, political affiliation, disability or any such characteristic. In accordance with this policy, the following are to be implemented: 1) Criteria for determining salary ranges for each classification shall be objective and based on job content 2) In all cases, the pay grade and salary at the time of hire will be determined on the basis of the jobs requirements and assigned duties 3) Benefits shall be offered to all eligible employees without regard to race, religion, creed, color, gender, national origin, age, political affiliation, disability or any such characteristic 4) Tuition assistance will be awarded objectively and fairly to all eligible employees
E. Performance Management System
All employee performance evaluations shall be based on consistent job-related criteria to include equal opportunity related factors. In the event that an employee disagrees with an evaluation, he/she shall have the right to utilize the administrative review process.
F. Career Development Policies
Organizations recognize the importance of equal opportunity and therefore, adopt the following as policy: 1) When promoting employees, the HR shall place the most qualified people into all levels of its workforce and make every reasonable attempt to ensure that people are provided an equal opportunity to compete for promotions [6] 2) All notices concerning promotion opportunities will be posted in accordance with established guidelines for the posting of job openings 3) All employees who desire promotional opportunities should make their desires known to their supervisors 4) All employees will be equally afforded training opportunities to qualify them for promotions
G. Employment Conditions
All payments of wages, work assignments, work schedules, promotions, granting of leave of absences, enforcement of discipline, and other actions affecting the conditions of employment shall be made without regard to race, religion, creed, color, gender, national origin, age, political affiliation, disability or any such characteristic.
H. Employee Benefits
Unless otherwise permitted or required by law, benefits shall apply equally to all employees regardless of race, religion, creed, color, gender, national origin, age, political affiliation, disability or any such characteristic.
I. Disciplinary Action Procedures
Any employee found to be harassing or unfairly treating any person because of his/her race, religion, creed, color, gender, national origin, age, political affiliation, disability or any such characteristic will be subject to severe disciplinary action up to and including termination. Any employee who feels that he/she has been discriminated against because of his/her race, religion, creed, color, gender, national origin, age, political affiliation, disability or any such characteristic shall have the right to seek a remedy through the organization's grievance procedure or the discrimination complaint procedure [7] .
IV. HR AS CHANGE AGENT
Organizations of all kinds face unrelenting changes in their environment [8] ; the need for individuals who are capable of turning strategy into reality has created a new legitimacy for the change agent role -which is often located within the HR function. There are several reasons for this trend: 1) HR professionals have made significant strides over the past decade in becoming business partners; demonstrating the value they can add to the business 2) Executives are looking for where the change process can best be managed 3) Most business strategies require major changes in people-related issues; HR professionals develop and manage the key "people" systems needed to support organizational change [9] Creating a renewed organization is the deliverable expected from the "change agent" role in Human Resources and four distinct roles are identified that Human Resources staff must assume -Strategic Player, Administrative Expert, Employee Champion, and Change Agent that provides hands-on tools in showing the HR professionals how they can operate in all four areas simultaneously and also offer specific recommendations for partnering with line managers to deliver value and make their organizations more competitive. Further, his research presented that successful change agents had the ability to: 1) Diagnose problems-Understanding both the business drivers and the organization well enough to identify performance issues and analyze their impact on short and long term business results 2) Build relationships-Forming partnerships with mutual responsibility for the outcomes of the change effort. Because the risk is higher than with most other HR roles the level of trust required is much higher. Often the client and the change agent over emphasize one or the other (competency or relationship) especially when the risk increases while the challenge is to balance both to achieve the necessary level of trust. 3) Ensure that the vision is articulated-Interpreting the hopes and motivations of the workforce through the vision statement. 4) Set a leadership agenda-Defining the ongoing role for leaders, such as communications, role modeling, reinforcement of desired behaviors etc. This requires the HR executive to understand intimately the dynamics, history and competencies of the leadership team and to have the tenacity to insist on the agenda"s accomplishment. 5) Solve problems-Recommending solutions; a common expectation of HR professionals is not the same as solving problems. When it comes to the change agent role, the problems encountered are often loaded with emotional and political dynamics [10] . The change agent must possess the insight to recognize the problem, the sensitivity to see its importance to those involved, the courage to take honest and often difficult measures to resolve it and the credibility to be heard. 6) Implement plans to achieve change goals-Successful organizational change on any significant scale can be attributed to the right strategy and appropriate change in organization culture. Culture change, in turn, relies heavily on aligned and supportive people policies, systems and processes. In short, the implementation plan is an HR plan for both the HR function and the management [11] . Complementing these competencies are few other essentials for effectiveness as HR change agents: 1) Communication ability 2) Knowledge of the business; products/services and core work processes 3) Keeping a business perspective -both macro (mission/vision) and micro (what line managers cope with) 4) Planning and Project management skills 5) Ability to tolerate ambiguity 6) Managing resistance 7) Risk taking 8) Managing conflict V. EQUAL OPPORTUNITY PRACTICES -HR"S INSTIGATION An organization"s HR specialist is often focused on getting the basics in place and finding a way to compete for talent, create a good working environment, help the workforce develop new skills, formalize rewards systems, and comply with applicable regulations. These key activities allow HR to lead and drive cultural development. Somewhere along the evolutional path, the best companies recognize the importance of sustaining an Equal Opportunity culture as a competitive advantage. HR play an important role in creating an overall employee experience in alignment and every employee becomes a "keeper of the culture" and the primary responsibility for implementing equality of opportunity in the workplace rests with each and every employee of the organization. Hence the role of the HR in implementing Equal Opportunity is to: 1) Interpret the legislative framework 2) Develop and promulgate appropriate policies to promote equality of opportunity 3) Monitor implementation 4) Develop effectiveness VI. CRAFTING THE CHANGE -HR"S VALUE ADDITION "Reference [12] shows HR Professionals add value when their work helps someone reach their goals. It is not the design of a program or declaration of policy that matters most, but what recipients gain from these actions. In a world of increasingly scarce resources, activities that fail to add value are not worth pursuing…The HR value proposition means that HR practices, departments, and professionals produce positive outcomes for key stakeholders -employees, line managers, customers, and investors". The crux of the work is the outlining of a practical approach for HR Professionals to add business value.
In order to successfully execute the Equal Opportunity Practice, following steps are most significant for the HR: 1) Promoting Equal Opportunity in all aspects of the organization's activities and as an integral part of all policies and practices 2) Adopting policies, procedures, and practices for employees consistent with Equal Opportunity principles in the areas of recruitment, selection, promotion, training and development, performance management system and other conditions of employment 3) Providing a learning and working environment that is free of discrimination 4) Taking action to prevent the occurrence of unlawful discrimination by conducting educative programs and other activities and through the implementation of discrimination grievance procedures for the employees [13] 5) Taking positive steps to promote representative participation of diverse groups of workforce to achieve Equal Opportunity in employment 6) Continuing to develop specific policies that focus on equal opportunity issues (as the need arises) and monitor and evaluate such policies. Ultimately, the effort of the HR in being a change agent for enabling Equal Opportunity Practices yields value additions by: 1) Ensuring that the workforce really does represent the serving community 2) Being able to attract and keep the very best human resource 3) Giving the organization an edge over the other in an increasingly diverse and competitive labor market 4) Improving morale and productivity of the organization 5) Avoiding losing good employees 6) Avoiding under-using and under-valuing able workforce 7) Managing the workforce better 8) Developing good practice VII. CONCLUSION Organizations are able to meet projected goals and objectives a lot faster as there are diverse people working toward them. To what degree an organization both embraces the ethos of equal opportunities and backs it up with an investment in sound policies and practices may be expected to have an impact on both the progress of employees and their experience in the workplace in the organization. Concurrently, HR takes on a high impact role in the organization and is viewed as the driver of the Equal Opportunity culture and has a visible impact on overall capability of the people in the organization.
